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I. BACKGROUND 

The Fact Finder was appointed by the State Employment Relations Board (SERB) on May 

9, 2023 pursuant to Ohio Revised Code Section 4117. 14(C)(3). The parties mutually agreed to 

extend the fact-finding period as provided under Ohio Administrative Code Rule 4117-9-05(G). 

The parties are the Ohio Patrolmen's Association (Union or OPBA) and the Trumbull County 

Sheriff (Employer or Sheriff). Trumbull County is in the Mahoning Valley in northeastern Ohio. 

Warren is the county seat. Part of the Connecticut Western Reserve, it was founded in 1800 and 

named for Jonathan Trumbull, who served as governor of Connecticut during the American 

Revolution and owned land in the area. 

Trumbull County has a total area of 625 square miles. Interestingly, it is the only perfectly 

square county in Ohio, with each side being approximately 25 miles. According to the 2020 U.S. 

Census, Trumbull County has a population of 201,977, with more recent estimates falling under 

200,000. Its population peaked in 1980 at 241,863. Between 2010 and 2020, it declined by 

about 3.9%. According to the United States Census Bureau's American Community Survey 5-

year estimates most recent data, the median household income for Trumbull County is 

estimated at $47,799; the median household income for Ohio is $58, 116; and the United States 

median household income is $64,994. 

The Employer has six different bargaining units, including the Corrections Officers, 

Corrections Sergeants, Corrections Lieutenants, Deputies, Deputy Ranking Officers (Sergeants 

and Lieutenants), and Non-Sworn personnel (i.e. , Cooks, Custodians, and Civil Deputy Clerks). 

The OPBA represents all these units. The unit here is the Corrections Officers working in the 

Trumbull County Jail. Until late 2022, the bargaining unit included the Corrections Officer 

Sergeants. In 2022, however, the parties jointly filed a Petition for Clarification of Bargaining unit 

and, on December 1, 2022, SERB clarified the bargaining unit to included only Corrections 

Officers (2022-REP-10-0131 ). There are currently about 62 members in the bargaining unit. The 
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parties have had a collective bargaining relationship for many years. This matter involves a 

successor collective bargaining agreement to that which expired December 31, 2022. 

II. THE HEARING 

The parties requested that the Fact Finder engage in mediation. Mediation was held on 

June 7, 2023 without success. The fact-finding hearing was held on June 20, 2023 at the offices 

of the Sheriff, 150 High Street NW, Warren, Ohio. Each party provided timely pre-hearing 

statements. The Fact Finder again mediated and the parties were able to reach a number of 

tentative agreements. These included: 

Article 21 Court Time 
Article 22 Compensatory Time 
Article 23 Clothing Allowance 
Article 24 Hospitalization and Insurance 
Article 26 Holidays 
Article 27 Vacation 
Article 28 Personal Days 
Article 29 Sick Leave 
Article 31 Conversion of Sick & Vacation Leave 

These tentative agreements are attached as Signed Tentative Agreements and 

incorporated as recommendations. 

Additionally, while there was some disagreement whether they had tentatively agreed to a 

new Article 48 titled Total Agreement/Mid-Term Bargaining, the parties did agree to it at the 

hearing. Finally, there was also some dispute about the term of the successor agreement, 

Article 49, Duration. However, the parties eventually agreed that the successor Agreement 

would be effective upon execution and remain in effect through December 31, 2025. 

Prior to the hearing, the parties met and negotiated on six different occasions. During 

those negotiations, they reached a number of tentative agreements on various articles. These 

include: 

Preamble 
Article 1 Recognition 
Article 2 Non-Discrimination 
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Article 3 Management Rights 
Article 4 Union Membership and Dues Deduction 
Article 5 Probationary Period 
Article 6 No Strike/No Lockout 
Article 7 Union Representation/Activity 
Article 8 Union Bulletin Board 
Article 9 Labor Management Committee 
Article 10 Seniority 
Article 11 Layoff and Recall 
Article 12 Vacancies and Promotions 
Article 13 Internal Investigation Procedure/Employee Rights 
Article 14 Discipline (and New Appendix, Disciplinary Infractions) 
Article 15 Grievance Procedure 
Article 16 Personnel Files 
Article 17 Shift Bidding and Trades 
Article 19 Call In Pay 
Article 25 Continuation of Benefits 
Article 30 Bereavement Leave 
Article 32 Family Medical Leave 
Article 33 Unpaid Leave of Absence 
Article 34 Occupational Injury Leave 
Article 35 Fitness for Duty 
Article 36 Military Leave 
Article 37 Jury Duty 
Article 38 Employee Liability Coverage 
Article 39 Special Shooting 
Article 40 Employee Assistance Program (EAP) 
Article 41 Health and Safety 
Article 42 Work Rules, Regulations, Policies and Procedures 
Article 43 Drug Testing 
Article 44 Tuition Reimbursement 
Article 45 Suspension of Contract in Emergency 
Article 46 Application of State Civil Service Law 
Article 47 Conflict and Amendment 

The tentative agreements of the articles listed above are hereby incorporated into this 

Report as recommendations of the Fact Finder. 

Thus, the only issues remaining for the Fact Finder are wages and overtime, specifically 

the double time paid when overtime is mandated by the Sheriff. Under the prior agreement, 

wages were included in Article 19 and overtime in Article 20. The parties agreed to combine 

certain language into new articles so that hours of work and overtime will now be in Article 18 

and wages and other compensation in Article 20. 
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The parties introduced the following exhibits during the hearing: 

Union Exhibits 

A. SERB Clarification of Bargaining Unit Certification, Case No. 2022-REP-10-0131, 
dated December 1, 2022. 

B. Agreement between The Trumbull County Sheriff and The Ohio Patrolmen's 
Benevolent Association, Effective Dates: January 1, 2020, To December 31, 2022� 

C. Memorandum of Agreement, Ohio Patrol men's Association and The Trumbull County, 
Ohio Sheriff, SERB Case(s): Corrections Officers and Corrections Sergeants, 2022-
MED-09-1071, Limited Waiver of Application of O.R. C. Section 4117. 14(8)(11). 

D. Proposed Contract Language. 

Employer Exhibits 

1. Agreement between The Trumbull County Sheriff and The Ohio Patrolmen's 
Benevolent Association, Effective Dates: January 1, 2020, To December 31, 2022. 

2. Tentative Agreements. 
3. Issues. 

The Ohio public employee bargaining statute provides that SERB shall establish criteria 

the Fact Finder is to consider in making recommendations. The criteria are set forth in Rule 

4117-9-0S(K) and are: 

(1) Past collectively bargained agreements, if any, between the parties; 

(2) Comparison of the unresolved issues relative to the employees in the bargaining unit 

with those issues related to other public and private employees doing comparable 

work, giving consideration to factors peculiar to the area and classification involved; 

(3) The interests and welfare of the public, the ability of the public employer to finance 

and administer the issues proposed, and the effect of the adjustments on the normal 

standard of public service; 

(4) The lawful authority of the public employer; 

(5) Any stipulations of the parties; 

(6) Such other factors, not confined to those listed above, which are normally or 

traditionally taken into consideration in the determination of the issues submitted to 
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mutually agreed-upon dispute settlement procedures in the public service or in 

private employment. 

The Fact Finder hopes the discussion of the issues is sufficiently clear to the parties. 

Should either or both parties have any questions regarding this Report, the Fact Finder would 

be glad to meet with the parties to discuss any remaining questions. 

Ill. ISSUES AND RECOMMENDATIONS 

Introduction 

The Trumbull County Sheriff's Office is a full service law enforcement agency, an arm of 

the Trumbull County courts, and the custodial keeper of those who break that law. It operates 

the Trumbull County Jail. The Sheriff's Office is funded primarily through distributions from the 

Trumbull County general fund. The single largest source of revenue for the general fund is the 

permissive sales tax, accounting for 52.34% of total revenues in 2021. While sales tax revenues 

increased from 2020 to 2021, this primary source of revenue has remained relatively stagnant 

over the last decade. Given Trumbull County's dwindling population, it can be expected to 

remain at current levels at best, but will likely decline somewhat. The Trumbull County Sheriff's 

Office actual budget has also remained relatively stagnant between years 2017 and 2020 

($12, 109,702 in 2017 compared with $12,963,674), despite increasing personnel costs. The use 

of CARES Act and ARPA funds assisted in funding a portion of personnel costs in 2020 and 

2021, respectively, but were temporary funding sources that cannot be relied upon long term. 

Actual expenditures for corrections personnel totaled approximately $3,735,236.26 in 2022. The 

revised budget for 2023 projects corrections personnel costs to be $3,302,875.49. 

The Employer has a total of six (6) bargaining units, which include the Corrections 

Officers, Corrections Sergeants, Corrections Lieutenants, Deputies, Deputy Ranking Officers 

(Sergeants and Lieutenants), and Non-Sworn personnel (i.e. , Cooks, Custodians, Civil Deputy 

Clerks). The Union represents all of these units. The collective bargaining agreements between 
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the Employer and Deputies, Deputy Ranking Officers, and Non-Sworn personnel expire June 

30, 2023. The collective bargaining agreements between the Employer and the three 

corrections units expired December 31, 2022. Since the Corrections Sergeants and Correction 

Lieutenants wage scales are based on the Corrections Officers, the Employer chose to bargain 

with the COs first. 

The parties met approximately six times to negotiate and reached a number of tentative 

agreements. They are listed above. The parties executed a G(11) waiver that expired March 31, 

2023. To resolve the entire agreement, the Sheriff offered a last best offer in late April 2023, but 

the offer was overwhelmingly rejected and a fact-finding panel was requested. This Fact Finder 

was appointed. 

Issue: Article 18, Hours of Work and Overtime (combining prior Articles 15, 20, and 42) 

Employer Position: Section 5. Mandatory Overtime to read as follows: 

Section 5. Mandatory Overtime. If there are insufficient volunteers to fill overtime 
vacancies, the Sheriff may mandate that employees work overtime. Mandatory overtime 
scheduling shall occur as follows: 

a. Each shift shall maintain a "callout sheet" in order of reverse in-grade seniority. 

b. Overtime shall be mandated moving down the list of the shift immediately 
preceding to the shift deemed by the Employer to be short of manpower. If an 
employee is mandated to work overtime, he/she shall not be mandated again until 
the rotation of the list is completed. 

c. An employee who volunteers for overtime (a full eight hour shift) will be rotated to 
the bottom of the mandatory overtime list. 

An employee mandated to work overtime will normally be compensated at the 
employee's overtime rate. In the event an employee is ordered to fill an overtime slot 
more than twice in a seven (7) day period, they shall normally receive an additional hour 
of pay or compensatory time for each hour ordered and served, in addition to their pay 
at the overtime rate. 

Notwithstanding any other provision in this Agreement, the Sheriff, in his sole discretion 
prior to ordering mandatory overtime, may utilize non-bargaining unit individuals to fill a 
shift that is determined by the Employer to be short of manpower. The current policy on 
overtime, as it pertains to the above paragraph shall continue and will not change 
unless the parties meet to discuss the changes. 
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If overtime is improperly assigned through a mistake of the officer in charge for overtime 
call-out, then the remedy shall be that the affected employee(s) shall not be mandated 
again until the rotation of the call-out list is completed. 

Union Position: Maintain the current contract language found in Section 20.02 "All employees 

who work mandatory overtime shall be paid two (2) times their regular hourly rate. 

Findings: The only dispute here involves paying double time for mandatory overtime. The 

parties agree on the rest of the language proposed. This issue is intertwined with Article 20 

(prior Article 19) on compensation. In 2022, the parties agreed to increase the entry level wage 

from $18.60 to $22.00 per hour in an effort to attract new employees. They left the rest of the 

wage scale alone, to be dealt with during these negotiations. In these negotiations, the parties 

have agrees to increase the wages for the rest of the wage scale as well as remove some 

steps. The Sheriff submits that the new wage scale will benefit the bargaining unit even with 

eliminating the mandatory double overtime. 

The OPBA asserts that the Sheriff expends a significant amount of overtime to ensure 

posts are sufficiently manned, given the jail is a 24/7 operation. When no Corrections Officers 

volunteer for overtime, the Sheriff has the right to mandate employees to work overtime. In 

exchange, the COs are paid at twice their normal rate. This right has existed so long that no one 

on either bargaining team knew when it was negotiated. As a result, the OPBA argues that the 

COs have come to rely on it as part of their annual income. It is accepted by fact finders that 

such longstanding benefits should not be tampered with. 

The OPBA introduced a seniority list with 74 employees. Of these, almost one-third 

worked at least 50 hours of mandated overtime in 2022. The third shift COs tended to work the 

most mandated overtime. There is an issue that, given the way a CO can both volunteer and be 

mandated for different parts of the same day overtime shift, a problem has arisen where COs 

struggle to get time off and the Sheriff pays more double time than it would like. The OPBA 

proposes to maintain the double time, but require a CO who volunteers for overtime to agree to 
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work the entire overtime shift at time and one-half and then move to the bottom of the 

mandatory overtime shift. It believes this will help alleviate the use of mandatory overtime. 

The Sheriff counters that it spends approximately $375,000 on total overtime, 

approximately $185,000 of which is mandatory overtime. The Sheriff also contends that 

mandatory overtime can be manipulated by the bargaining unit, requiring it to spend more. The 

wages the Sheriff has proposed more than compensate for the loss of double overtime, and 

overtime will still be necessary. In the end, COs will not lose that much because of the 

elimination in double overtime and will make more money annually overall. However, the 

elimination of double overtime will enable the Sheriff to better forecast his budget. 

Evidence introduced at the hearing indicates that the overall wage proposal will result in 

an increase in total compensation for the bargaining unit even without considering overtime 

hours worked. Without any overtime worked, overall gains in total annual compensation range 

from about $500 for a new employee on day shift (the starting rate of which was raised last year, 

as noted above) to $5000 for a 30 year employee on midnights. Bargaining unit employees 

should see an overall increase of up to $5000 per year based on seniority. When overtime hours 

are taken into consideration, these increases should be even greater. The Sheriff acknowledges 

that, while the additional language should encourage COs to volunteer for overtime and 

eliminating the double overtime should help to alleviate the problem, it will not completely solve 

the problem and there will still be opportunities to work overtime. The jail is a 24/7 operation and 

current staffing is low. Inevitably, this results in the need for overtime. So COs will still work 

overtime at time and one-half. Simply put, they will still make three-fourths of what they made at 

double overtime. 

The evidence showed that paying double overtime when a CO is mandated to work 

overtime has been in the contract for years, perhaps even decades. No one on either bargaining 

team knew when it was negotiated. The OPBA bargaining team included COs with at least 15 
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years of seniority and the language has been in existence before they were hired. It is important 

to them and the proposed elimination of it was a significant factor in the bargaining unit 

overwhelmingly voting down the Sheriff's supposal. On the other hand, the language has been 

in the contract so long that no one truly knows why it was negotiated, what, if anything, was 

given up in exchange for it, and so forth. It has simply become accepted that it is an earned right 

that should not be given up. 

The Fact Finder acknowledges that a longstanding benefit should not be removed without 

due consideration. Such a longstanding benefit was part of the give and take of negotiations 

and, without knowing what was given up to get the benefit, fact finders should tread lightly. The 

corollary to that, however, is that a longstanding benefit can be removed as part of a new give 

and take in negotiations. The party proposing to remove language can offer something else in 

exchange. Here, the Sheriff proposes a new wage scale that benefits the bargaining unit's 

yearly compensation before an employee even works any overtime. Overtime, even at time and 

one-half, will only increase overall annual compensation. This is not a situation where a party 

merely wants to eliminate a longstanding benefit without any concession in return. This is a 

case where the Sheriff acknowledges that double time has value to the bargaining unit and 

offers another benefit - increased annual compensation - as part of the exchange to eliminate 

double overtime. The Fact Finder concludes that the Sheriff's proposal has merit and should be 

adopted. 

Recommendation: Adopt the language proposed by the Employer. 

Issue: Article 20, Compensation 

Union Position: The Union accepts the wage scale proposed by the Employer. However, the 

increase should be retroactive to January 1, 2023. It further seeks to increase Hazardous Pay 

from $0.40 to $1.00 per hour, increase the Shift Differential from $0.20 and $0.30 per hour for 

10 



Fri, 06/30/2023 02:00:23 PM SERB 

afternoon and midnight shifts, respectively, to $0.80 per hour for both shifts. Finally, increase 

Longevity pay to $4.50 per month, the same as the Sheriff's Non-Sworn personnel bargaining 

unit. 

Employer Position: In addition to the wage scale increases, increase Hazardous Duty Pay to 

$0.55 per hour, Shift Differential to $0.40 per hour for afternoon shift and $0.60 per hour for 

midnight shift. No increase in Longevity. 

Findings: The parties agree on the proposed wage scale. They also agree to delete language 

in Section E, Longevity, as to Corrections Sergeants, and delete Section F regarding a 

ratification bonus. 

The proposed wage scale provides overall wage increases averaging 9.5% and is front­

loaded for all employees. It reduces the time to reach the top rate from 20 to 15 years and 

eliminates two levels. The only wage remaining the same is the entry rate of $22.00 per hour, 

which was increased last year as a means of attracting new employees. It has had some 

success, since a number of employees have been hired since it went into effect in March 2022. 

The Employer argues that, given the county's dwindling population, sales tax revenue can 

be expected to decline. The permissive sales tax accounts for 52.34% of total revenues for the 

Trumbull County general fund, the primary funding source for the Sheriff's Office. While federal 

funds from the CARES Act and ARPA have been instrumental funding over the last few years, 

they are one-time, limited funds and cannot be relied upon. The Trumbull County Sheriff's Office 

actual budget has remained relatively stagnant between years 2017 and 2020 ($12, 109,702 in 

2017 compared with $12,963,674), despite ongoing and increasing personnel costs. The use of 

CARES Act and ARPA funds assisted in funding a portion of personnel costs in 2020 and 2021, 

respectively, but were temporary funding sources that cannot be relied upon long term. Actual 

expenditures for corrections personnel totaled approximately $3,735,236.26 in 2022. The 

revised budget for 2023 projects $3,302,875.49 for corrections personnel costs. In other words, 
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the Employer has a challenge to both attract and retain qualified personnel while operating 

within fiscal constraints and stagnant revenue. 

The Employer also stresses that there is a responsibility to the citizens and all other 

employees to be fiscally responsible. According to the United States Census Bureau's American 

Community Survey 5-year estimates most recent data, the median household income for 

Trumbull County is estimated at $47,799; the State median household income of $58, 116; and 

the United States median household income of $64,994. To put it simply, Trumbull County is in a 

state of steady decline and its residents have fallen behind in income as compared statewide 

and nationally. 

The Employer submits that the 9.5% average wage increase for this bargaining unit 

exceeds the state and national average. For example, it is greater than the annual SERB 

statewide average general wage increase (currently 2.79%), the regional average wage 

increase (2.56%), jurisdiction type (county) (2.95%), and bargaining unit type (police/safety/ 

security) (3.04%). Additionally, having a front-loaded increase is more advantageous for 

employees. It should be noted that as packaged with the Employer's modified compensation 

schedule, it sought reasonable changes to the collective bargaining agreement to balance out 

the increased personnel costs that would result from the wage increases (i.e. , elimination of 

double overtime and replacement of this provision with overtime plus compensatory time in the 

event of multiple mandates in a seven day period; a decrease in the annual sick leave and 

vacation conversion amounts). 

Additionally, and as part of an overall economic settlement, the Employer agreed to 

increase the Hazardous Duty Pay (See Section 2 of Article 20, Compensation) from $0.40 per 

hour to $0.55 per hour, and double Shift Differential (See Section 4 of Article 20, Compensation) 

from $0.20 to $0.40 per hour for the afternoon shift and from $0.30 to $0.60 per hour for the 

midnight shift. The Employer maintains its proposal to keep Section 5, Longevity, current 
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contract language (except to delete obsolete contract language). The Employer declines to 

increase this benefit due to the impact, potentially, countywide, with regard to this type of 

benefit. 

The Union counters that the new wage scale should be retroactive to January 1, 2023. 

The position of Corrections Officer is not only inherently dangerous, but they are in a confined 

space for hours at a time, making them susceptible to various illnesses. Furthermore, they are 

required to report to work when other county agencies are closed. As COV ID has demonstrated, 

COs do not have the luxury to work remotely or come in late when it snows and should be 

compensated accordingly. Simply put, Hazardous Pay should be increased. 

Additionally, since the afternoon and midnight shifts are the least desirable, COs assigned 

to those shifts should be compensated more by increasing the differential. As noted with the 

hours of work and overtime issue, the COs on midnights receive more mandated overtime, an 

additional factor for increasing the shift differential. Finally, the Non-Sworn personnel unit 

receives $4.50 per month in longevity pay. The COs seek the same rate. 

The Union claims that these increases are also necessary because of inflation. A number 

of fact finders have recommended higher wage increases, sometimes front loading them, due to 

inflation. The Fact Finder here should take inflation into account. Additionally, the Union believes 

its proposed increases are in line with the most recent fact-finding and conciliation statistics. 

Finally, this bargaining unit has seen years without meaningful wage growth. Despite the 2022 

increase in the starting wage rate, the Employer has struggled to hire and retain employees. A 

significant increase in compensation would aid in recruiting and retention. 

The Fact Finder notes that the parties agree that wages need to be increased to attract 

and retain employees. They agree on the overall wage scale. In the Fact Finder's experience, 

this only happens when the wage increases proposed are good. And the new wage scale does 

result in a significant increase in overall compensation, something the Union advocates. 
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Evidence adduced at the hearing suggests that the 2022 increase in the starting wage rate has 

had some success in attracting new hires, another point the Union advocates. Additionally, the 

Employer agrees to increases in Hazardous Pay and Shift Differential, though not as much as 

the Union proposes. There are two points on which the parties differ completely. One is 

Longevity, where the Union seeks an increase while the Employer wishes to stand pat. The 

other is retroactivity of the pay increase. The Union wants retroactivity to January 1, 2023, while 

the Employer argues the increases should only be prospective. 

Overall, the economic package offered by the Employer is quite good in the Fact Finder's 

experience. Wages are increased on average by approximately 9.5% and the increases are 

front-loaded. Under the new scale, an employee with two years of service will earn $23.90 per 

hour instead of $20.45, a 5-year employee $24.61 instead of $22.73, a 10-year employee 

$25.50 rather than $23.29, and a 15-year employee $26.32 rather than $23.79. The steps are 

reduced from seven to five, so employees reach the top rate at 15, not 20 years. It is true that 

the last contract did not include wage increases, so these are the first in several years, but that 

does not change that the wage increases under this agreement are good. As the Employer 

noted, they are greater than the statewide average. And even though inflation remains 

stubbornly high at about 4%, the 9.5% average increase more than offsets this. 

Additionally, the parties agree there is a need for increases in both Hazardous Pay and 

Shift Differential, though they disagree on the amount. The Fact Finder notes that the Union's 

proposal that both the afternoon and midnight shift receive the same differential is somewhat 

unusual. Typically, midnight shift is the least desirable and shift differentials are greater for it 

than afternoon shift. 

As to Longevity, evidence introduced at the hearing showed that the Non-Sworn personnel 

bargaining unit was the only unit to receive $4.50 per month. Given the Employer's pattern 

bargaining approach, increasing the COs to $4.50 will likely result in the other four bargaining 
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units receiving an increase to $4.50. It could also affect other bargaining units within the County. 

Both would have a negative effect on the budget. Furthermore, without knowing more about the 

negotiations between the Employer and the Non-Sworn personnel bargaining unit, such as what 

the unit gave up to get an additional $0.50 in longevity, the Fact Finder declines to recommend it 

here. Again, the overall economic package for the COs is a good one and this is not a case 

where recommending a particular increase would only benefit this bargaining unit. 

Based on the evidence introduced, the Fact Finder notes that the total compensation 

increases per year should over $4000 for a 10-year employee, $4600-$5300 for a 10-year 

employee, and $5300-$5900 for a 15-year employee before any overtime is worked. The 

Sheriff acknowledges that overtime will be necessary, so total earnings should be even greater 

based on overtime hours worked. These increases should help attract and retain employees, a 

point the Union found important. Based on the economics alone, the Fact Finder concludes this 

is a very good package. 

Further, the Union was concerned about the ability of COs to request and receive time off. 

Given the current staffing levels, employees often requested time off, but were not able to 

receive it. The Union was able to negotiate changes in language for vacation and personal days 

that should help COs receive requested vacation and personal days. This is another factor to 

take into account. 

The Fact Finder recommends that the overall compensation package as proposed by the 

Employer be adopted. As noted, it provides for consequential, upfront increases in wage rates 

and meaningful increases in overall compensation. It is done partly to offset the elimination of 

double overtime, which will help the Employer forecast its budget. The Fact Finder 

acknowledges that the job of a CO is a difficult and dangerous one. However, the compensation 

proposed reflects this and the Fact Finder determines that Hazardous Pay should not be 

increased more than what the Employer proposes. The same is true of Shift Differential, which 
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has been doubled. The Fact Finder finds that the Employer's proposal adequately addresses 

the lesser desired shifts, giving midnights a greater differential since it is the least desirable. 

Overall, the Fact Finder concludes that the Employer's package addresses almost all the 

Union's points and should be given a chance to work. If a particular item is found not to work 

well or to be inadequate, the Union can always seek to address it in the next round of 

negotiations. 

As to retroactivity, the Fact Finder agrees there should be some retroactivity. The question 

is how much. Given the front-loaded increases being adopted, recommending retroactivity to 

January 1, 2023 could cause too great an impact on the Employer's budget. While the Union 

suggested that the (G)(11) waiver allowed the Fact Finder to award retroactivity for the term of 

the waiver, i.e. , from January 1st through March 31st, the Fact Finder is not certain as to the 

legal effect of the waiver and would rather find another solution. The Fact Finder also notes that 

the intent of the waiver was to have the fact-finding done prior to the end of March, but life got in 

the way and fact-finding was not held until the latter part of June. The Employer should not be 

penalized for this by going all the way back to January 1st. 

Having considered a number of possibilities, the Fact Finder concludes that the wage 

increases should be retroactive to the first full pay period in June 2023. This will not cause too 

great a hit on the Employer's budget. Additionally, to adjust for the lost time, the Fact Finder 

recommends a lump sum ratification bonus of $1000 for each bargaining unit member paid in 

the first pay period following ratification. This will lessen the loss of retroactivity. The parties 

have bargained ratification bonuses in the past. (See Section F being deleted. ) So this is 

nothing new to them. 

Recommendation: Adopt the wage scale increases agreed to by the parties. The wage 

increase is to be effective with the first full pay period in June 2023. The Fact Finder 

recommends an increase in Hazardous Duty Pay to $0.55 per hour, and Shift Differential to 
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$0.40 per hour for afternoon shift and $0.60 per hour for midnight shift. The Fact Finder 

recommends no increase in Longevity. Finally, the Fact Finder recommends a $1000 ratification 

bonus for each employee in the bargaining unit, to be paid in the first full pay period following 

ratification of the successor contract. 

There is one last point to address. While there was some disagreement or confusion as to 

whether the parties agreed to the term of the contract, during the hearing, the parties agreed 

that the successor Agreement is to be effective upon execution and remain in effect through 

December 31, 2025. The Fact Finder so recommends. 

All tentative agreements reached during contract negotiations and alternative dispute 

resolution sessions, including those reached during the fact-finding hearing on June 20, 

2023 are hereby adopted and incorporated into this Fact- Finding Report as 

recommendations of the Fact Finder. The tentative agreements reached during the fact­

finding hearing on June 20, 2023 are attached to this report as an exhibit titled Signed 

Tentative Agreements at FF (Trumbull County Sheriff - OPBA Corrections Officers) and 

incorporated into this Report. Additionally, all other provisions of the collective 

bargaining agreement are incorporated into this Report as recommendations of the Fact 

Finder. 

Dated: June 30, 2023 

Jli)Jr 
Daniel G. Zeiser 
Fact Finder 
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ISS l J II: 3 

A RTICLI� 2 1  

COU RT TIM I� 

Section I. 2,cl"f0��An employee appearing i 1 1  Court in the scope of h i s/her dut ies on behalf' ol' the 
Sheri ff, at a grand j ury session or at a consultation with a prosecutor regard i ng mallers that relate 
to his employment with the Trumbu l l  Cou11ty Sheri f'f's O rrice, outside or their normal ly 
scheduled work hours, shal l  be granted a 1n in i 1 1 1um o f' three (3) hours of '  pay 01 {�0mrHirn0 at the 
appl icablc rate of' pay. 

Scctifm 2. �1-,,{)i For the purpose or this Section, comt lime inc ludes L ime preparing for an 
appearance and travel t ime to and from the court. 

Scctio11 J. �J, Court t ime requests shal l  be verified 111 writing by H prosecutor or other 
appropriate cou1t authority. 

( C,/ 1 5/2023 l'l'TRMSI' 00298 105. l lOCX } 2 1  



__ _ 

![ISSUE 4� 
ARTICLE 22n-

COMPENSATORY T I M I� 

'ect on . ompensatorv Time. �(},� A l l  overlime work sha l l  be compensated al=lhG G-l'H�l@;<J01 G0l-i�)H-i=u f>=lG-0 n©=A bl t-1€lfG<c�µ.Q01=h01c11'8=€) is=baH lrnel--Gom pG-nsat01:y=t i+n G=an g.,__thG-FGft- flGr--at=thG�fle1��l-isePG-hi0�1 either (a) al the rate of one and on - alL(J_..5.)_t.im.e.s..Jhc_cmplo-y.G�gttl-at hourly rate, or :isale-r • .-1c cornpulcd at same rate, which may be accumulated to a maximum • -1=8{) JOO nours. Employees may be permitted to cash in their comp-time in 
st.er of  cac 1 year. I n  order to do so, employees rnusl apply no later than December I 

1< yrnenl of comp-lime is at the Sheri frs discretion, to be exercised on the basis of avai lable funds. If the submitted requests exceed avai lable funds, then the Sheriff sha l l  pay out to a l l  who request on a pro-rata basis. 
Section 2. Compe11satorv Time Requests. 
�-,0&=1 •:mployccs wh0=f>f)�=�ank01si,11')-tn -,iH1@ sha l l  be pcrrnittcd lo use banked comp-time as follows: 

a) Wi th less than fc,ur (4) weeks but greater than 24 hours' notice cornp-timc shal l begranted on first come l'irst served basis so long as i t  docs not create mandatory overtime; 
b) Wi th less than 24 hours' notice employees must appear 011 s h i rt and shal l  be grnnlccl comp-lime off so long as the Supervisor or /\cling Supervisor approves in accordance with work load and work requirement needs; 
c) W ithout exigent circumstances, comp-time w i l l  not be granted 1nore than four (4) weeks i n  advance. 

Section 3. Pavmenl o( Cmnp 1'ime Upon Termination or Death. Q.�Q-3, Payment for 
'=accuinu laled compensatory lime sha l l  be made upon te1'ffi,im1h,,nlerminatio11 of employment. ��,,04 In the event of an employee's demise, any accrued compensatory t ime wil l be paid lo lhc employee's spouse or des ignaled beneficiary. 

FOR T I IE  U N ION 

,~A- �rre-� t 
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Employrr Proposals at Fact Finding 
Trumbull  County Shrriff / OPllA (Corrections Officers) 

2022-M E D-09-107 1  
Fact Findrr / Mediator Daniel G.  Zeiser, Esq. 

June 20, 2023 

lSSUE 5 
<ARTICLJ : 23 -

CLOTI I I  NG ALLOWANCE 
(Language below is from MOU, March 3 I,2022) 

��1�wty-ltit=00 prnb�ttnry cmployc�llt1H�it¥.½ttt¾I n :;uf11ci�111-mmnml of.clolhing 
witAAl4�1i ft;L(30� d!iysol',k-�iat0-01:..appoinltnGnh 

��0��htafl1'tttbttti6ttttfy,=€6'1'roc1ions-0moo,:g.c.slwI�1tttttfl-l-elothtn�-a11owftttee-of, 
St}v-en-Hu11drcd-Q0I-IA1'8-(-$+G0.,.0(��0=elethtnt:,'=fll lowoncG--a--Si,a11-l::ic-Hmi+1¼1-ifioo-=-i-i-l=H•-fl�ffil.e 
ncc0un1 -an<l...gl.u1-�•0M-Wfflttffi�tl,1o-a1-FCmploycc upo1 1 -ihe=pr0S0A1at1-tte1�:..a-reee+rhW-itfl:ttle-i-tt� 
f}ttrclmsc o�ite1m1=tHwttti-1-ted-t1ttder· ScmioH-23.0� o�+ie---Af+iefo,n-=-Reeeipt-� mu81=0@- pres,.mtcd 
betweo11-.Itltt11ary-f-antle-Novc111bcr...J�cooi-pts--f}re8�ttl-ecl-itt-Becgmbcr--wi l l- 110l-9��gfl���J....1101, 
approvL!{i-for-ptt¥mcnh-l¾l3/.fl-1eAt-brl-l1�1-i1ploycr--slwl l--bc--i-1¥.mGd--H<:\-h1t0�l1atl=24-tlnys-nn�" 
!HW�1l-o�.t+1e--rne-eipt evitletieing-thc�purclmse4{F-(�1�h@1:itr-s CiviH-)e1·Htly--respon!!ible- for 
rtty-ml-k=Any--GorrcctionR-Offi<.m1:....w.l-i�1A0f•h�tt1g,.pnid-fo14l1e-pt1rchn8c-,-1:Gt--uH1841-l�l'Glrn-8� 
thG--=vcmlol'--f<.H= fl-f���l-inl-l-bo-st�i-eeHf,-.rulurning� tlH!=rn-im-bw��m�111-ttrtmt1nl--to tlH..-'--..,-;.j,ertlt' 
t-411ongh-8ttb8e<1t1et1r--11tty-t'fl-1-l-tle<-iue1ion, 

2:,-�l41��et+»+-1g-#�lo,vtflflt¾HWl)'-b�uti l izcdn-for-lho;-mmhw.-!�m�el:.t¥1<H0Howing-requircd 
it(#fflt 

===t>I�...... H�l'+tM}hinn 1N�-hen1-breiderod-badge-s1 
==--z2;:-. iilll'ltfoftl-t-�a-tl� 
==�3.. hirn�l�H- ll's-i­

�-�5....--ttbhtckulilil)· bn��ubjem to insp�cti01i.i1H111y--t-i-11-te--al thoShel'ifHH)l'"'<.lcs�gneG'-8 
di8GH�l--ioi-l-} 
=�-��1tWl�l-fl€-Ftlet-1r-H-l�-ho�l,;mf}IHycr-nmy rcquirG---HtWffiflleyee IE'! wefll' 

(1-3,?4�,-,Goi:rGGt-ions {)HiGG1:s---i-ihHl-l-oG-p0-m1ilcl�o..10,wcu1'-HUlho1+l�d�!:lllmrnsr-Hl+i-l�-Hl-l-!HH-•-&l+-t-i+H� Lc...-e..� 
Ldt!ftng-.�h07eiu� J \-[__. 

A.  1\ I I  non-probationary bargain ing un i t  members sha l l  receive a clothing al lo\\'a11cc or Scvc11 
l· l undred n11d-OH/00 ($700.00) l)ol lars per cakndar year. 

13. A l l  clothing al lo\\'ance purchase receipts mus1 be submitted and received between Jnrnn,r) 
and November 30 lo lhe Sheri ffs C iv i l  Deputy responsible for payroll to be el ig ib le for payment. 

('. l{eceipts recci \'cd in December wi l l  not be recognized nor approved t'or payment. 

I)_ Reimbursement checks \\' i l l  be issued to bargaining unit members no later limn twcnty-rour 
(:24) days alicr Sheri ffs Ci,· i l  Deputy has received the purchase receipts. 

ln/16/20n rFT RM�r 007qg1�0.oor.x ) 
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TRM000077 Employer Proposals at Fact Finding Tl'llmbul l  County Sheriff /  OPBA (Concctions Officcl's) 2022-M ED-09- I 071Fact findern/ Mediator Daniel G.  Zcisu, l�sq . .June 20, 2023 

E. Al l  bargain i ng uni t  members arc permitted to make approved c lothing a l lowance purchases on 
account only with approved Trumbull County vendors. 
F. The dates ror receipt suhmission (Jnnum-y I through November 30) apply to on-nccount 
purchases and submissions received in December wi I I  he rejected nnd be the responsib i l i ty of the 
bargain ing unit member. 

G. When fl bargain ing un i t  member makes a purchase on account with an approved vendor. the 
barga in ing unit member w i l l  sign for the rece ipt of their nH.:rchanclisc all(I turn in a signed copy or 
the receipt as well as a properly filled out and signed c lothing al lowance form for submission to 
the Sheriffs Civ i l  Deputy Clerk responsible for payrol l .  

1 - 1 .  With in twenty-four (24) days n f ' t i rnely receipt of  the submission, the bargai n ing uni t  member 
,, i 1 1  recci vc an c-rnai I from the Sheri !Ts Ci\'i I Deputy Clerk advising them tlrnt the check has been 
issued lor their purchase. 

I .  The issued check ,.v i i i  be endorsed by the barga in ing uni t  member and returned irnrnecliatcly to 
the Sheri ffs C i \' i l  Deputy n.:spo11sible for payrol l ,  but i n  no event more than four (4) clays a lter its 
dme of issuance . 

.I. 11argain ing un i t  members ,, ho exceed the Seven Hundred t1ncl-00/O0 (�700.00) Dollar clothing 
al lowance l im i t  wi l  I be responsible for payment d i rect ly  to the vendor or the ful l  amount cxcccdi ng 
the Se,·en I lundred an<l-00/00 ( $700.00) Dol lar l imi t .  

K .  Barga in ing un i t  members who ha,·c been reimbursed ror a purchase item and return their 
purchased items to the vendor for a refund arc required to return the re imbursed amount to the 
Sheri ffs Civ i l  Deputy responsible ror payro l l .  

L .  nargain ing un i t  members who do not return endorsed checks tor payment to ,·cndors, rai l  lo 
pay overages on the i r  clothing a l lowance account, or foi l  to meet the terms or th is  Art ic le and 
financial respons.ib i l i t ics out l i nl.!d nbovc wi l l  be subject to discipl i nary action up lo and inc lud ing 
tt:rmination. 

M.  1 3argain ing un i t  members who arc found to havc \'iolated any Ohio Criminal Cude Section i n  
violating the clothing a l lowll 11cc process may also bl.! subject lo criminal charges nnd prosecut ion. FOR TI I E  . M P  YER FOR�L!NION 

�(_ ;-cprz/l /;-H I 

DATE SIGNED Ct. ( 2o l-2>3_ ;;?, ---�
• 
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Employer Proposals at Fact Finding 
Trum bull County Sheriff/ OPB/\ (Corrections Officers) 

2022-M E l >-09- 1 07 1  
Fact Finder / Mediator Daniel  G .  Zeiser, Esq. 

June 20, 2023 

ARTICLEn�­I IOSPITA LIZATION AND I NS U RANCE 
c�--� 

Sectiou I. fll.rnra11ce Coverage. 24:0l The Employer shall provide all employees who are Cv, ·w•"\.5;S1 u.rtl' covered by llti!, agreement and wlto qua/if.I• for lumefils and are 011 actfre pay status, witlt 
11'-lFlto.\pitaliwtio11, surgical, medical rmd prescriptiou dmg, deuta/ am/ vision benefits iu tlte same 

11u11111er, 1111der tlte same co1ulitio11s, pro1•irled to no11-[mrgai11i11g 1111it employees of tlte �13111� 

For all plans, lite employees will be .rnbject to the prescriptio11s, co-paymeuts, co-i11.rnra11ce, 
t!ligibili�i· req11ireme11ts, t11td otlter terms mu/ co11dilio11s <�/ covemge set for/It in the plan. 

-H ca 11-h- - hn+l�eontn ,1ry-t-he-l'n aH 
00��1l- i;1,�1l, ion�v+�ittireare=p1·ogrnm,drng�rroseri-pt-i-6trplflnf"'dcntfll=oar�trffi1>::all�cn-1ployoos 
�=n -1 n�t1raRee+:ringcs,"'the=F-,m �J loyer-s- - im1�lo=1n -u l l=e-01:1t--0f: .... 

d-tt ring-th  e-tc 1:Jn�a1=-+� ttt·r-a c �.-at•t h c-1e-vGl-61:..betl<tttffi-t) rc,<ien t I y--i nct)ffoeHI l�l'ea t cr-Gx,cc�t--fo 1:..t+1G 
4-91-1-owj n g-elrn ngG-S� 

A---·An1-1ual...!¼.1f}-tt'Ott�n,dedu0libll}s-shnl·l=b�tHJ0,�---siHg-lG=subse!'i-berlt- ·flnd�°"S400,00_,=fnmi ly 
subscrib�11&.-

The·A11n�mm<,i1nurn--0t1H:){:pockct " ��fi.n
�stc1bseri bc1:s'...�1 n��.J�00;00-lor-,fom i l.y-sH-98{lH-wf8-: 
B.n-- -w,.eaeh·c1npl�c-s.l-u1I IA,>o-,S600.00-f'o1:.si�1g-lc 

G�oH��i¥.f1t�o11-,a11fi--PhysiGim���reforrcd µro\4d0¥=G�ni1/.ation I IJ.PGt�n�d0 
--= -80%/2{)9/()-cG-i.w.,.i.11sanc1,nwith�n1axi1n�11lH11+1lH���>ul-<->f-pockct�'q}G1=tgGz-to·-be-$600,.00=i-OhSi-R-g-lG 

su 0scri-bGH,--an<-l••$l200;0(}-l't.w--fa m�-1y su bsc ri b@t:S\"" 1 mp le Incr� tat�-Qtl--OHI ny�l1P 0=m ust=ci-1-1clHfl�l-Hc 
nbittty---furen1•ollmcnl-0f•ncw-i"l�tett1M-F 

D.,,.-R:etittl-l11'0Reription-Di:ug,et-)·f)fly-6f-&+M0�re""-prc8@ri1�tiar1--��1eric·purnhnso.=,t2-..$.0(}-per-tH-m­
gcncriG--f}FG8��tion:awithin-fonn u h1r-y--fl-n�-O.QO-fot'--fl n y prcs<m-f+t-i4.:lt+>pt Ird1 mied out� i�<;--g 1:4 ho 
formulary. Mflil�tmier--prcscript-iel-Wl-H1b'-0@ p�0.00 if-gomwi�1t1--�lrnsc, $50,QO=i,C-p-1'0f-0i.:roo 
purnhaS¢-fl11d-$-l,00.-00-i f'....11011-preforre�t1rehm1e:,.,_ l?.i:csel'ipt·io1·1--oo-pay�--�hnl l-n0t=b&-ttpjtl-ied-tt> 
a1rnufll·{n1-ki}-/:..r0e-�nwx-i1nu1118 oi: dgduGt-i-e-1-1*. 

E,..G ffi�+-�-M-R-G-o-pny monl�;_i4loo�eHaAA--+'ll 1 -5. 0(�)�<=>-�li 00 �-1-eo-paymcn!=i-1-10!-1-uhng 
•WoH ness--t"l ttcl-Prcv@nt ivc-G-nro,--l;!.r0�ffi�hy8iet11-G>'Hl m itttttffitt�mo k-i ng:c�8tl 11 <..-)fr.el�}: 
oHieo,c��13Hl-3=W4+�not�bc appl ied-toward the ai-H1ual·deduolibl�tGtHn�A-i1bove,-bm�wil l,bc 

.appl icMowt1l'<.�..-th<H1nnua l--.uou1:-0f�1.>)0�um!'!-l i!'!lod=i»-G·n6�V��7:5�00..c0-pay-iH0Al-fo1, 
h!l1e1'gettey ..Room=viRit.-i-.,rn�rgeney=R-f)(Wt�o-pny 1-1K�Hl5�wtH=t1ot=bG--applicd-to-wartl-t-he--t1ftftt1tt� 
deduct--i-hlG8-l-iat€d-ein�A--flbovc,- bul�wi-l-W}�1ppl�c��lt)wmd ,thc-anHm1-ld'.out-of:.pockct" ma-x-i-m-m11H 
}i-8�.{.�bovc1 

�hod11 lo,Hf�10ne-l-itstMtl-i-1�tcnuncc,of Stnndt1�·ds�-tl��rent�m1'-G-X-lont-t1�pc>s8ib!e, tho�lc-v�F 
�1G-i:its,slrnll-,,�main-M-tlG-t'4hr.3:ou1·r�nt•plan-dcsig-11....:W:t1.l--i�mployc1�lrnl l-1-nu.m�(H!Ghodul<H)f 

{G/JG/2023 �� 1 l{MSf 00}98MO.rlOCX I 1 2  
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Trumbull County Sheriff/ OPBA (Corrections Officers) 
2022-M ED-09-J 071  

l<'act Finder / M ediator Daniel G. Zcise1·1 Esq. 
J unc 20, 2023 

hG1H�fit-R---at-4@ sam@ er �ubstantiallY9k@=t#11m� l@v1.4---for-th0c-dtt-i'ttW�n 1c1f 1h.s==Agreoment;"'=No 
suostanli-ttl-.ehttttge-ttrbendil•le--vel�hftlt.-tteeur ·withouH'irBt=meettng ·with lh<rl:Jnion, 

$'ectio11 2. Emplm·ee C<mtrib11tio11. <,;,..1..:ftoot1ve July 1-r2020; 711e employt!e share of the health 
care premium shall be eleven percent ( 1 e1 %) of the total premium. g00zeot1ettl'rettHy•�l.�uted 
MOO,, 

The employee's share of the premiums shal I be deducted from the employee's gross wage at one­
half ( 1 /2) of the total monthly amount due per bi-weekly pay period until the total monthly
obligation is met. 

U:e+he-d<XiuG-tmlG-s�-paymont�listed,abo:vc-shall not=ls10=tner0fl.soo=fof=t+:!�01N}l:.th�s 
AgrremG11t,h@wtw0 r I I� tS-=ro%t ftelion-'--8hal l-cnet af)f) �, le �rny=HGa I th--M ai ntel'l�m e e PI !t»-=(..J-RA G1�s 
nm-y-b�offored .by the Employ<.w,-;:i:hG--�m-ploy0r--8haU mak<Ye-v013/'G-ffo11M(}"f'ttftttttttitt,,eut1-ent•bm1ofi1 
an€l"de€1uotikil�vGls ·fo,,,H M-�•)Jfl�Wtiei pantfl-wi t hi 1Hhc eonstl'.fltnt-s�o1'.ot h0--mandatory rnmpot-itive 
bidding-�p,�@odurns, h0Wever-=the�-spoo�fi%t-i@H8 f€lr th1,�=@ids-=whi��€1-ittg--=aH=eu1'fertHmd 
<lodu oti b l��ht1H0not�restrioH.'>l"alim-it- the bids lo -th0sG-h.wcls� 

Sectio11 3. 24;02A Cost Containment and Advisory Committee. There shall be formed a Cost 
Containment and Advisory Committee (CCAC), whose function shall be to serve in an advisory 
capacity to the Employer on all matters pertaining to the Health Care and Wellness of Employees 
including, bul not l imited to : 

A. Reviewing and forwarding comment to the Employer on a l l  competitive bids received for 
Health Care prior to the Employer's formal acceptance of such bids. 

B .  Suggesting changes in coverages and plan design;""hut-adhlc}ring to tho,language,bekiw. 

C. Reviewing Health Care costs and forwarding advice and ideas on containing same. 

24.Q2B • -�This Committee shall bt: composed of one ( I )  representative from each Trumbull 
County Union having members who arc subscribers to any of the I kalth Plans and two (2)
representatives selected by the Employer. �=0hangc=i-n=P�lan-=l;)�ign (0-:g'"f"Ge-Pay%,Prnmium 
Sh!lrn, Detit1ctibleg,Gow11+1gcs, olo.)�nay Be-rroroscd by cith(;w4h@ Unienf:8:}eor=limploycr unless 
t'tmewtt-1-,-eost�fol'-•ftl �a(:lt)VCrngos-el-lft It go hflt - I  east.,J Oo/0';'-fll ll8'0Mtltftlli½�t1r-l hm'J-th!;}-F-im plo-ye,,�wi I �  
bG-ob�l(Ho�rc-bid-,the�Hosp�ta!Mat-ion···Pl8ns;•0ven�in�thc•.· 1nidst=o+4ll0--AHrnmHhrnc�(--3}=;'tmF 
Wool I� Plan-Gontrnetz--i4"..t�t@I--W!-!H+=f@F-4fis plon�alute-h�Go/(F�)l'=ffl6r@ frtmH}lt1To111 oost�L, 'l'his 
i;;lmH=ttot••prohibi� 111c Employer may from soliciting bids at any time the Employer deems m; 
appropriate. 

24 . Q3 Any• d i-s�u-t0-llolV,iooiW+H.�-�Rr4ie-s--f61ati walo�th Moo�0-=rnsolvcd�i1t=t-h0=Htl-lGwi ng 
ftttttHlCl'l 

k=�eh=pa1ty=8M-l-i=s�loot�t)ne=fl},ro1)rcsentativ��tG�t0-4�10=pH)posecl�pla1�g�ll&n�r 
0H1er-i-s�undor'"th is- scot io11e 

{G/16/2023 ff lRM5F 0029811.0.llOCX f 1 J  
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Fact Findern/ Mediator Daniel G. Zeiser, Esq. 
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�-�11 0Mc0l---80Iefy-flttttrng,.lhGn1!ielve!h .-

'9: ��=enHt=to d,a-foi:maH1ea.Fi ng-:, 2 I 
---,!3.,,... ��rtte·licit cxl:l�bit8 1u1t'l-cvilfontim,y-t

apf)Oar�-lo-any=,wttfl�sl=Qirn0-4=. �-
-llflHM"tffl8" 

D,-·1·1ie-t1eeisimH)f;,,tttt7fflecl-ialor-R43hal l-be-rettcle1oed�wilh itt-+ltifty-f30)-(�HY!-rtffiittthc-apf)0int-mot�l 
oC-thc thre0-mcmbcr=rm1-1G�w� t h•t hc-doo�it:.u+-hi-ni;I ing-011-a�(wi bers ,u1-1JGl'.-ti,(;}--plrm� 

E. �y 1rnrn<lmed clu1-»�kaH-be-1rnplcn10t�y-�thc- l�1HI incol'f}ornl�I•intoAhe--Plan 
01�S=t'>n-th0�ftrs! day -o F,tlw-no-x-tr-Pl-att-yea ,.,,or--viar'.fflttei·tation-o I:.cotttr,eltti-vc,bi ds-i.f�1n0rn 
foa.g.� 

Section 4. 24�04 Waivrr of Coverage. During the enrollment period for the hospitalization plan 
of the employee nnd upon proof of alternative coverage, employees may elect lo wai vc health care 
covcrngt: provided by the Employer. 24,� /\n employee who elects th is  option ,vi i i  rece ive a 
waiver payment or one hundred dollars ($ 1 00.00) per month !'or waiver or fam i ly plan and firty
dol lars ($50.00) per month for waiver of single coverage l'or each month of non-partit:ipation in  
the plan. In  the event the employee loses the a l ternative coverage and upon proor of t:anecl l ation 
he/she sha l l  he immediately enrolled in  the employer's normal ly provided hea l th care plan. Other 
employees wishing to re-enrol l  in the normal health cnrc plan sha l l  only be permillcd to do so 
during the annual enrollment period except i n  the case or coverage termination as out l ined above. 
;14:06�In no case shall the provisions or this Section=3 4 apply to employees w hose spotIscs
participate in the same plan which is provid<.!ll as a benefit of employment with any Trumbul l  
County /\geney or Department undcr the auspices of the I3oard of County Commissioners. 
Section 5. Life lwmra11ce. The I -:mployer wi l l  pro\'ide and pay the full premium for al l  employees 
for a l i fe i nsurance policy in thl: face value or th i rty-five thousand dol lars ($35 ,000.00). 
2-4,0+�-y--h ired ·Glllf)l0yo©!rwi-H-tlot 0 bu--on\i l l€ti---t-t:Hmy insurnnee-bencli t S-ci n-1 h i  ttt�ttt'lltl 
ttl'le,,,complGt-ieH-oC.th�lirst-ninot.y-{-90}-work-dnys-ol.'..t-AGiµ..l:}r@bntioih 

(G/IG/70?3 FFT RMSF oon8M0.DOCX } 



ARTICLE 26n-
HOLIDAYS 

Section 1. Ilolidavs. �6-,0"l• A l l  full-time employees shall receive the following paid eight (8) 
hour hol idays: 

I .  The first ( I st) day of January 
2. The third (3 rd  ) Monday of January 
3 .  The third (3rd ) Monday of February 
4 .  The last Monday of May 
5. 11ie nineteenth (/911') day <d'J1111e 
6. The fourth (4th ) of July 
7. The first ( I st ) Monday of  September 
8. The second (2nd ) Monday of October 
9. The eleventh ( I I tt,n) day of November 
JO. The fourth (4th ) Thursday of November 
I I. The clay a lter Thanksgiving 
/2. The twenty-fourth (24th) day of December 
13. The twenty-filth (25 th ) day of December 

Section 2. �6,01 Pav Rate For Work On llolidav and llolidav Pav. Any fu l l-time, employee 
who is required to work on any aforementioned hol iday shall be paid at the rate of one and one­
half ( 1 .5)  time, in addition to the J-lo l iday pay of eight (8) hours. Employees whose regularly 
scheduled days off fall on any designated hol iday wil l receive eight (8) hours holiday pay in  
addition to their regular pay. 
Section 3. ��J, Overtime on llolidavs. Employees working overtime as clef'ined in  Article 
00_ on any of the above holidays sha l l  be paid double time in addition lo their hol iday pay of 
eight (8) hours, Any employee mandated to work overtime on a ho! iday shall receive an 
additional eight (8) hours of pay. 

Section 4. llolidav Pav Eligibilitv. I f  an employee calls off hi'i regularly scheduled shift 
before, on  a holiday the employee is scheduled to work, and/or after the ltoliday, then the 
employee that called off wi l l  forfeit and not be paid "hol iday pay" for the called off holiday. 

Section 5. �6,04 Emplover Right to Schedule on; Notwithstanding any other provisions i n  the 
Agreement, the l·'.mploycr shall have the right to schedule any employee off on any of the 
aforementioned hol idays l isted above herein provided the Employer gives the employee at least 
seven (7) calendar days advance notice. An  employee who is scheduled off on said-holiday sha l l  
s t i l l  be entitled to the holiday pay of  eight (8) hours. 
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FOR T l l ft:  U NION 

r--t,,-..(I?11-

\ v-. 
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l! 1 ssur. sJI 
ARTIC Ll� 27 

VACATION 

Seel ion 1. Va cat i o II A ecru a I. ;?,.�0+ �dJf@e•t,i-V-tJ=t� ,�€w1=th e=€1-al0=-0 �l}�eHt� @lil=t}l4+1--i.'l-=e@n�,�1�-I,;, A 1 1employees afler one ( I )  year o r  completed service with the Office sha l l  be entitled lo vacation with pay under the following schedule or consecutive service: 
A. One (I) year of service, but less than scven (7) years: eighty (80) hours of vacat ion .  
l l .  Seven (7) years or service, but  less than thi rteen ( I J) years: one hundred twenty ( 1 20) hours of vacation. 
C. Th irteen ( 1 3) years or service, but less than n ineteen ( 1 9) years: one hundred sixty ( 1 60) hours of' vacation. 
D .  N ineteen ( 1 9) years or service, but less than twenty-live (25) years: two hundred 

(200) hours o f  vacation.  
I '. .  Twenty-Jive (25) years or  service or more: two hundred forty (240) hours or  vm;at ion.  

Section 2. Vacation Pav. ,2�.,,o� No employee sha l l  be entitled lo vacation pay and regu lar earnings during the same period. 
Section 3. Vacation Scheduling Proces.\·. �Q� Vacation time off i s  to be scheduled by the r •:rnploycr which maximizes the uti l ization of  person ne l .  Hmployccs request for vacation must designate the specific dates being requested . 

a. Vacation requests sha l l  be submitted during the l ime period o r  January 2 through January 1 6. The l \mploycr sha l l  determ ine the number of employees to be off 011vacation at any one l ime. Such requests sha l l  be awarded 011 the basis or sen iority by January 20th or the applicable year. Vacation submissions during the above time period sha l l  be awarded 011 the basis or seniority beforen "r...,,..,.�.� ' · '..-P' r '  G-&�Gompcw.a�, personal clay) arc awarded. cC€JHGB-�@l'=Vfl€at;i@Ft­slml l=n0c-,,-grnnle€1=80=i0Bg=t1-S=!c�@{"lron·. ·= 0@-8-= t�@t= fa.i l= l'l(}l@w.,;, t. · · 0 

b. Requcsls not subm itted during the t ime period slated above shal l  be considered on a first come, first serve basis. Reqt1esl- =n 11eat;i©l'l=t,itlte=sha-+-l= ')G=gm ltt,x=S0=l'€lt-lg 8nfo>FV l- 1 laS=+i,��foett,�h�.J{=€l(')€}8=ft@l=fal,l=0el<a)W=€ln�(o:l=)=n01c�ve=ll�e,,1n+tt:in1l1R�{):tlta.t=8il �.f� S4M-C..tt1tl@-sS=-M1-a t=S-�1t-/:bw�HMsehe€1 tt-1e€1:b@-l0w4hea=1tu1ni,}e1=f>l"l©F�H t\Y=htl�(X)-��wen"' A> 
Section 4. Ca11cellatio11 of' Vacations. �=;04 Once vacation is approved i t  sha l l  not be canceled, �-

J
C�except that in  the case o f  an emergency or d isaster, the Sheri ff may cancel any scheduled Pp.p'r�_,..rn  /vacation; or a vacation may be canceled upon Lhe mutual agreement o f  the Sheriff and the affected c111ployec. 
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Section 5. Carryover and Pavment of' Vacation. ��-Se In the event or either a d isapproved request or a canceled vacation, such employee may carry over earned, but unused, vacation leave from one year lo the next, with a maximum or one ( I )  year accrual, Notwithstanding Section 2 herein, a l l  unused vacation except the current year must be paid for by the end or that year. 
FOR T I I E  U N ION 

DJ\TI� S I G N l•:D 
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[ISS U E  9JI 
A RTICLE 28n-PERSONAL DAYS 

Section 1. Personal Davs. �,,0-1- /\ I I  employees shal l be cnli tlcd to lhrce (3) days or personal 
leave wi th pay per year. A l l  personal days shall be taken only with the approval or the Sheriff or 
his clesignec and such approval sha l l  not be unreasonably den ied. 
Section 2. Requests (or Personal Dav Use. 2-8-:-02, Requests for personal days w i l l  be i n  wril ing 
on forms provided by lhe Employer and normal ly subm itted al least jive (5) tW@=€&) calendar 
days WGG.kdays i n  advance. The l •:mployer must respond lo the request i n  writing wilhin three (3) . 1v-i-rtw0=E,-2-) calendar W<Wktl'lg days after receipt o f  request. -�'\......_,..,:,\-> +,s:12... �• �Q-�t c..A-] u,<;.,..... <;.

\ru... y,,....-rz-L- ,;.,. \.tn� ·f\ <-.:,. -f'� d'.I � <;�-t- dt> Cs i',.IA>+ h-\ ll b<-loc.,.., t?f.:... �-M."--1.,..'<.£fl 

Section 3. Requests (or Per.wmal Dav(\') In Emergencv. l �mcrgency personal day requests -"'t'> .Lk-r,� 
without the.five (5) calendar days tw�W\'lcltth)¥8 wrillen notice submission may be granted al !,Y R 
the discretion of the Sheri ff. C.f\'\��\-r,

(5) 
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ARTIC J ,I� 29n-
SICI< LKAVE 

Scctio11 I. Sic/, J,c;,vc Accnwl. �O l-=�.i0k=lGH¥e=shal l=�'}@=©Hl'1H�fl-caHti= t1.sutl=i1=i=e<:lm1j) � ia�1eo 
wit.k=G-hi&=Rtwii!@d=G@<J , Sect,i0t1=I�&, l�inployecs shall earn sick leave al the rate o r  one 
hundred twenty ( I  20) hours per year (4.6 lw11rs per pay period) with 1 10 l im i tation on the 
number of sick hours earned that may be accumulated. 

Section 2. Sic/, Leave Usage. ¥),,Q�B Sick leave sha l l  be grnnled to an employee 11po11 approval 
of the Employer and !or the following reasons: 

I .  I l lness or injury o r  the employee or a member o r  his/her immediate li11n i ly .  
2 .  Medical, dental or  optical examinations or trenlmcnt or employee or  member or  h is 
immediate fami ly, which requ ires the employee, and which cannot be scheduled during 
11011-work ing hours. 
1 .  I r  a member or the immediate !'am i ly  is anl icted with a co11lagious disease or requ i res 
the care and altcncla11ce or  the employee or when, through exposure lo a contagious
d isease, the presence or the employee at his _iob would jeopardii'.e the health or others. 
4 .  i>rcgna11cy and/or chi ldbirth a11d other co11ditions related thereto. 

Section 3. Required Doc11mentatio11. ;w,,� Sick leave sha l l  be charged Lo any employee 011 

lhe basis of ' aclual t ime (hour by · hour) absence clue lo i l lness. /\ny employee olT sick more than 
lwo (2) consecutive scheduled work ing days shal l  be requ i red to present written med ical 
substantiat ion (specilying date seen by physician, nnlure or i l l ness/symptoms presented and 
relurn to work date) covering the days the e111ployce was absent from work from II I icensed 
doctor to a supervisor upon return to work. Fai lure lo provide the requ i red medical 
documenlalion form upon the return to work slrn l l  constitute a forfeiture of' !he right to use sick 
leave for the absence. Unli111cly submissions arc not acceptable. 
�h04--,Where s i t:k leave is requested lo care !'or a member or the immed iate fam i ly :  the 
Employer may require a physician's certi licale lo the e ffect that the presence or the employee is 
necessary lo care for the i l l  fomi ly member. 
Section 4. Immediate Familv J>efi11ed. ¥)� The defin ition or immediate fom i ly for pu,1wses 
<�l sic/, leave i11c/ll(/es: 11arc1�l!l, Bl0t3 parenl'8,'-g-l.'t1nd�a1:en!s!!rbr0t�Hw?Rist�r,Falhel-'-it1-la-W-1=m@��1eµ..
1n-h.w,, F;pm1i.c, child, step ehild, gnu�uel�ilEI, or any Carnily member rc�i,ling in the employee's 
lmuscho11I . Al l  t� <4-'- kA-.,..-,, � \"t...L,d-,··�'t."-..i? s �<2. ""t1-,.._ +Vl.-\<...;Q ,  

cAH...::t�I kl�--,",l c<;K=bF,A.\k�GA-SH=H�1;,,.u •�-)N=l:u;:I:I RIW Kf�F� 
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Section S. Conversion Upon Retirement. ;J2"�1· /\ny employee who reti res under the applicable pension plan with the nmployer shal l ,  at the t ime of retirement, receive a cash payment f'or accumulated but lHHtscd sick leave lo a nrnx irnum or 720 hours. Such payment shall be based on the employee's current rate or pay al the time or retirement. a1t-1=IJ�G=G¥0n��0ar€1=0-�'50HHl:y, Gom 1n�i0t-1<w8o<pa88G!Ml=l'eft©·I �• l:i@H=f)l'OVi d in �•Glt=bet1Gl'i l�l=a=l,t�ghG1'=i�1'-11ei11-ba1-'gMt-iiH g tt H i t  '1n �J �G&=o l=l-l-1 �h(;}i:i ri¼,.,Q-f4ie0;=t h eH UGH=i nl:l r<.lf\SG<-l=0Gno-l'i lS=Bha l�©=bG=pt'0¥i4ed=te0m1'll©y@@a=w�tl� i n�Y10=�1uig�1 in i r-1g Hnit,, Employees h ired al'ter October l .f", 2020 t l101exoou�t0r'1'dnto--o-J,;,.ll� i.<!=Gont·l'·H@li must have a min imum or twenty (20) years or service with the Trnmbu/1 County Sheriff's (�/]ice lo be eligil,/e for llte sick leave conversion upon relireme11I benefit .ml /<>rt!, herein, iu addition lo q11alW1ing relire111e11t.fro111 service. 
Section 6. Final Pa11. � Upon terrninntion or  employment by retirement, resignation or otherwise, the employee's linal pay, includ i ng accl11nulatcd but um1scd sick and vacation pay recognized by !h is /\grccrncnl and Ohio law as payable to lhc employee, sha l l  he withheld unt i l  the employee turns i n  a l l  Sheri ff-issued e(]uipment. 
AR'..��6-&J4= -- A-BIJ-SR,cQF.-S,IGK=l�A¥J.-; ·" IJ.' h._:, k, -r(L. <iJ,.-,..-L....\:e. � v - �U.l'Jl...J_ t--.:..>Cl-4 � � ..:\-t <,,_,_ BSection 7. Pattemed Use o(Sicl, Leave. �4,0 � /\ny abuse or patterned use of  sick leave sha l l  be ",,,)
just and surlicient cause lor discipl inary action, notwithstanding any other provision o f  th is  Agreement . 
Section 8. Sid, Leave I l'allem Use Guidelines. J4rGl Generally, lhe use or sick leave, other lhan injury leave or leave ut i l ized pursuant lo FM L/\, -;=On lour (4) or more occasions in any 1 2  111011th period, sha l l  subject lhe employee to disc ip l inary action accord ing to the fol lowing schedule :  

Four (4) t imes wrillen caution letter Five (5) t imes one ( I )  day suspension S ix (6) l imes ten ( I 0) clay suspension 

Prt:�t....lt y__leave regard less or the number of  hours involved (e.g, one ( 1 )  hour, one ( 1 )  day or five (5) consecut ive work days would a l l  be one ( I )  occasion or sick leave). /\ny l ime an employee reports back lo work and begins working ends an occasion or sick leave. I lowcver, the first two (2) ut i l izat ions ol' sick leave for doctor appointments scheduled at least twenty-four (24) hours i n  advance and provided t he  employee takes no  other sick clay i n  conjunction w i t h  the doctors appointment, in any twelve ( 1 2) month period shal I not be deemed an occasion, provided the employee returns to work with a physician signed form prepared by the l •:mploycr. I ,cav ing work because of the employee's i l lness does nol constitute an "occasion" !'or purposes or th is sect ion. Th is benefit sha l l  be l im ited lo two (2) t imes per calendar year so long as the employee docs nol cause the shi ll to go below min imum. 
{6/I S/202 1 Fl'Tl!MSI' 007.98105 l>OCX I 1 1  

Seven (7) t imes 1.".rnploycr can implement d isc ip l ine that i t  deems appropriate 

t...:::.n::> W /o 
3-4:03, /\11 "occas ion" for purposes of th is Section sha l l  mean an ind ividual ut i l ization or s ick 



*--G4 Writ ten cautions under th is Section arc not subject lo the grievance procedure with the one ( I )  ex cert ion or the arpropriatc application or the grid (i.e., m iscount ing occasions lo determine the appropriate level of discip l i ne). In such cases a grievance may be processed through Step J, 2. 

J4�.§ Discipl i ne involv ing a suspension under this Section are gricvable only through Step 2 J,except grievances where the sole issue i nvolves the determinations l isted below. 
J4cC,)t, Discipl ine may be waived upon a showing or error in the application of this provision or salisfaclory evidence that the occasion was a resul t  or a bona lido, unpredictable or recurring medical condition necessitating the employee's absence and the employee submits medical documentation substantiating the same. The employee shall provide any forms requ i red by the l im ployer upon the lirst day of return to work. Fai lure to provide the requi red form on the rirsl clay or return to work sha l l  result in subsequent absences as being treated as a separate occas ion. 

Section 9. Side Letwe Incentive B01111s. �.00 l •'or each calendar quarter (i.e., January I st through
st st stMarch 3 1 st , A pril I through June 30th , and July I through September 30th , and October I 

stthrough December 3 I ) that an employee docs not u t i l ize s ick leave, lhc employee w i l l  be entitled lo eight (8) hours or re1:11/ar pay <:l€>tRpGnS11t@1';1=nl·i-me. For each calendar year the employee has no use or sick leave, the employee w i l l  be granted eight (8) hours of regular pay �1ws@na-l=�0a,v�fo J'=ttsc,,,i,n4"1�f@H@w it1 g"{la-1 eHdfl 1"-y0a ,� M-'!�d €1,i-t� @ti=l©=fl�a l=t3 r© v,i€IG€1=i+t=Af'lte I�-8=�u b8H bj@@l-a-l<'Ft� l�rnq l�irnm@n l8--€1 �At'l iCIG=l&=loMl � i  �i'l.ifl �i O If, 
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ARTICLE J.J- 31 
CONVERSION OF SICK & VACATION LEA VE 

Section 1. Sick and Vacation Conversion Program.e� Provided the plan negotiated herein 
is approved by OPim.. s per OAC 1 45- 1 -26 by March 3 1 st each year of this Agreement,
employees with seven (7) years or more of service with the Trumbull County Sher iff's Office 
wi l l  have the option or converting accrued but unused sick and vacation leave l ime o f  the 
calendar year (i .e . , January I through December 3 1 )  as carnable salary on which the employee 
and Employer contributions shal l  be rerniUecl to OPlm.s. 

��Leave shall be converted on a last in, f irst out (LI FO) basis. The leave to be considered 
earnable salary is the leave accrued to date in the current calendar year, less any leave used lo 
date in the same calendar year. For retiring employees, conversion payment must occur 
according to the plan and either prior to or during the month of their termination date on th is 
earnablc salary to be included i n  the calculation of Final Average Salary. 
��=The fol lowing payments made to employees shall not have retirement contributions 
withheld as the payrnents do not meet the definit ion of earnablc salary for OPERS purposes: 
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I ,eave i n  excess or the annual amount or leave accrued January I si lo December 3 1 s1 , less 
leave used January I st lo t ime or payment. 
Leave earned in previous calendar years (other lhan payments made in January for leave 
accrued bu! not used during the previous calendar yea,). 
Convt:rsion of  leave lo t:rnployees separation employment. 
Conversion of' leave to ret iring employees outside the regular payment 
schedule 

J.J,H4=1 imployees receive payments for hours converted in January of the fo l lowing year. 
Participating employees may convert both sick and vacalion leave or may choose to convert only 
sick leave or only vacation leave. The maximum amount or leave employees earn in a year is :  

-Sick leave ( 1 20 hours) 
--Vacation leave (240 hours) 

Section 2. Maximum Couver.,·io11 Amo1111t. Tlte maximum amo1111I ,�f' leave employees may 
convert iu a year under this Section is eiglr�J' (80) hours ,�(.,·ic/c lem1e and one lrnllllred twen�)' 
(120) lumr.,· 411acatio11 leave. 

I ,cave Accrual: 

-Sick leave is accrued per pay period 
-Vacation leave is accrued per pay period 

Section 3. /:,'/igibilitv to l'arlicif}ale in Conversion !'Ian. �:M>S. To participate in the conversion 
plan, employees must have and maintain a balance or 300 hours or sick leave lo cash out sick 
leave hours and/or at leas! 1 20 hours lo cash out vacation hours. 
Section 4. Annual Suh111is.,·io11 o[ Plan to OP/�'RS. �6 This plan w i l l  be submitted lo 
OPl.-:RS for approval by March 3 1  si or each year, or prior to any conversion plan payment being 
made lo employees. 
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